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CHAPI'ER I 
INTRODUCTION 
Since the consolidation of the three separate school 
districts of the Snoqualmie Valley in 1944, the Upper 
Snoqualmie Valley School District 410 has operated without 
the aid or a definite salary schedule. 
The Salary Committee, or which this writer is the 
chairman, has been requested to develop and introduce a new 
and broader salary schedule and continue a planned program 
or this district's certified personnel up to a level com-
parable to that of other school districts in the surrounding 
area of the State or Washington. This was attempted by 
listing the following principles of salary scheduling (12:1): 
1. Minimum salaries should be high enough to at-
tract well-educated, promising young people to the 
teaching profession. 
2. Maximum salaries should be high enough to re-
tain highly competent and professionally ambitious men 
and women in classroom teaching. 
3. · Equity of treatment of classroom teachers of 
like qualifications and experience is essential. 
4. Annual increments should provide an orderly 
progress to the maximum salary. 
5. The salary schedule should offer professional 
stimulation through incentives in recognition or pro-
fessional qualifications. 
6. Salary schedules should be adjusted periodically, 
with due consideration for trends in earnings in other 
professional occupations and for changes in the cost of 
living. 
7. Salaries of professional school personnel other 
than classroom teachers should be scheduled in ac-
cordance with the principles that apply to classroom 
teachers, with suitable recognition of responsibili-
ties and preparation for leadership. 
8. There should be professional participation by 
classroom teachers in the development and administra-
tion of salary policies. 
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Among the many factors which influence the education-
al climate or any community, the salary levels of teachers, 
principals, supervisors, and superintendents are very im-
portant. The answer to how much a district should invest 
in the professional staff is one only the people or the com-
munity can decide. In making this decision, it is impor-
tant to remember that the final product of the schools is 
the educated children and youth. The returns on the com-
munities' investments in their schools are found in the 
characters and abilities or the educated children. No 
other investment otters so great a return. 
This committee hoped that this schedule and survey 
will be used by succeeding committees as a springboard for 
ultimate advances in the salary program that will keep 
teachers' wages abreast of these changing times. 
I. THE PROBLEM 
It was the purpose of this study to (1) supply a 
starting point for succeeding salary committees in their 
efforts to construct future salary schedules; (2) show the 
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difference between other districts' salary schedules and 
the haphazard methods used in this district to determine 
teachers' and administrators' salaries; (3) bring the Upper 
. 
Snoqualmie Valley School District's certified employees' 
salaries in line with other districts• schedules, the 
Washington Education Association's proposed schedule, the 
King County Co-ordinating Council's proposed schedule, and 
the national trend towards better and higher salaries for 
teachers; (4) help place teachers in this district, whose 
salaries are not constant with the current schedule, at 
their respective steps on a new proposed salary schedule; 
and (5) raise the remuneration for those teachers involved 
in extra-curricular activities to a level comparable to 
that of other school districts in the State of W~shington. 
II. NEED FOR STUDY WITHIN DISTRICT 
This study was of paramount importance in this dis-
trict as it will put teachers and administrators within the 
district on a salary schedule available to all certified 
employees. This will relieve tensions, animosities, and 
misunderstandings present in the district during previous 
years. 
This study will also establish a pay seale that 
would allow the Upper Snoqualmie Valley schools to compete 
.4 
with the majority of school districts in the State of 
Washington in hiring new teachers and in inducing teacher 
transfers from other school districts to accept employment 
within the Upper Snoqualmie Valley School District. 
The proposed schedule provides extra pay for extra-
curricular activities, previous teaching experience not 
accumulated within this district, college preparation, 
and military service that interrupted either teacher train-
ing or actual teaching experience. 
III. METHODS OF RESEARCH 
The initial step taken after the basic organization-
al meetings by this committee was to select and contact 
eleven nearby districts within the same comparabl~ cost-of-
living area for pertinent information concerning their 
individual district. Individual questionnaires were sent 
to each of the selected surrounding school districts. The 
districts selected were (1) North Kitsap, (2) Central Kit-
sap, (3) Federal Way, (4) Issaquah, (5) South Central 
(Foster), (6) Mercer Island, (7) Enumclaw, (8) Mount Ver-
non, (9) Northshore (Bothell), (10) Burlington-Edison, and 
(11) Vashon. 
The questionnaire as it was received by the selected 
districts follows: 
Dear Sir: 
Snoqualmie, Washington 
December 1, 1959 
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We are writing to you in regards to help that is 
needed for the construction or a salary schedule for 
the Snoqualmie Valley School District 410. The Salary 
Committee has selected your district as one of twelve, 
in or near the Puget Sound Area, to use as guides in 
helping us draft a salary schedule for our district. 
Upon request, we have received from Washington Edu-
cation Association Headquarters a copy of your dis-
trict's salary schedule, but there are a few other, 
questions we would like to ask or you and your dis-
trict. 
We would be deeply grateful to you if you -ould fill 
out the form below and return it to us. The questions 
we would like answered are as follows: 
1. What is your district's 1959-60 valuation? 
2. What is your district's 1959-60 enrollment? 
3. What is your district's 1959-60 approximate cost 
per pupil? 
4. What is your district's 1959-60 millage for 
special levies? General FUnd 
Building Fund 
Bond Redemption 
------
5. How many certified teachers are employed by 
your district? 
Sincerely, 
James Satterlee 
Salary Committee Chairman 
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The primary groundwork having been laid for the col-
lection of pertinent information from the eleven surround-
ing districts, the attention of the committee was focused 
upon the certified employees of the Upper Snoqualmie Valley 
Schools. To gain information for this portion of the study 
a questionnaire was sent to each teacher employed by toe 
. 
Snoqualmie Valley School District. This questionnaire had 
a three-fold purpose: (1) to garner personal information 
from the teachers for use in constructing the proposed 
salary schedule, (2) to determine where each teacher would 
be placed on the proposed schedule, and (3) to help bring 
each teacher's cumulative record file up to date. This 
latter facet of the questionnaire was requested by the 
present superintendent of schools or Upper Snoqu~lmie Val-
ley School District 410. 
The questionnaire distributed to all of the certified 
employees of this district follows: 
TO ALL CERTIFIED PERSONNEL OF DISTRICT 410: 
The salary committee would like you to assist them 
in setting up a definite salary schedule. After numer-
ous discussions with Mr. Mcintire, we have drafted a 
questionnaire to be filled out by all certified employ-
ees of School District 410. Please complete the form 
below and return to any committee members by November 
20, 1959. 
1. How many years outside teaching experience do 
you have? 
2. How many years teaching experience do you have 
in this district? 
3. How many years college training do you have? 
4. What college degrees do you hold? 
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5. What type of teaching certificate to you have on 
file with the King County Superintendent's office? 
6. How many college quarter hours have you completed 
since receiving your teaching certificate? 
1. What is your 1959-60 salary? 
8. How many years military service do you have? 
(!Igna'Eure} 
Complete staff cooperation on answering the above 
questions is requested, as it will make possible the 
completion of main office records and will also help 
us in outlining a salary schedule that will b~ to the 
advantage of the certified employees of District 410. 
Thank you, 
The Salary Committee 
Dale Ieavitt 
George Higley 
Bob Marion 
Henry Eaton 
Barbara Stover 
Jim Satterlee, Chairman 
The intent of this questionnaire was to eliminate a 
problem confronting the superintendent of schools, one of 
an inadequate up-to-date file on each of the certified 
employees. The questionnaire would then be used as an ad-
ministrative aid in initiating the practice of maintaining 
adequate up-to-date cumulative records for each teacher 
employed by the Snoqualmie Valley School District. 
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The writer received a copy of a survey of extra-
curricular activities conducted by the Washington Education 
Association's Salary Consultant, Dr. Staynor Brighton. Pay 
for extra-curricular activities was one of the many areas 
included in the overall plan of constructing the proposed 
salary schedule. This survey was initiated to help stand-
ardize the pay of teachers involved in extra-curricular 
activities. This phase of the salary schedule was· of major 
importance to the administration of the Upper Snoqualmie 
Valley Schools. The survey was conducted throughout the 
twenty-five selected districts. The results are shown in 
Table I. 
IV. DEFINITIONS OF TERMS 
Sa\aty schedule. The salary schedule is the salary 
policy in effect within an individual district. 
Base ~· Base pay is the present position a person 
has attained on the salary schedule, taking into considera-
tion college preparation and teaching experience. 
Extra-curricular. Extra-curricular designates the 
activities included in the general school program of a 
school after regular school hours and needing faculty super-
vision. 
Pt. Angeles 
c. Kitsap 
s. Kitsap 
Pt. Townsend 
Bainbridge 
Sequim 
N. K:lt&ap 
Enumclaw 
Anacortes 
Snohomish 
Foster 
Oak Harbor 
u. Place 
Mt. Vernon 
Chehalis 
Federal Way 
Mercer Island 
Marysville 
Fife ·4 
Issaquah 
Peninsula 
TABIB I 
EXTRA-CURRICULAR SAlARY SURVEY1 
• , I 
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1194 890 700 425 700 425 350 350 150 175 175 125 450 150 
650 564 308 564 308 308 308 308 102 102 102 412 102 
1124 720 550 300 550 300 350 200 350 200 450 180 180 680 120 
380 500 550 300 550 300 300 200 
368 
315 400 200 400 200 200 100 100 100 500 100 
520 100 400 200 400 200 200 200 100 100 100 200 400 100 
587 200 8oo 4oo Boo 4oo 4oo 4oo 150 150 75 100 Boo 
575 730 390 730 390 510 510 150 150 100 400 600 
800 725 400 725 400 400 200 400 50 200 450 75 
601 720 3o6 720 306 306 306 306 306 264 162 720 162 
480 450 600 300 600 300 250 300 100 600 
550 700 600 350 550 325 400 250 400 250 400 200 200 300 300 120 
747 600 315 600 315 360 200 360 200 360 80 80 200 600 200 
432 252 504 252 504 252 288 180 288 180 144 108 72 504 72 
621 500 250 500 250 300 300 100 400 200 
575 300 500 300 500 300 360 360 150 300 300 300 
610 550 300 550 300 200 200 100 400 200 400 
434 320 500 300 500 300 300 300 150 250 250 260 
518 500 300 500 300 350 300 350 150 150 500 100 
497 471 235 471 235 471 471 
\0 
TABLE I (continued) 
• , I 
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Ferndale 520 450 250 450 250 300 200 300 200 300 
Lynden 287 450 250 450 250 150 200 
Bethel 590 500 400 225 400 225 225 225 60 50 50 400 
Mt. Si 390 300 150 300 150 150 
~e junior high school section or this Washington Education Association 
chart was not used and is not included here. 
G) 
.p 
as 
.0 
a 
60 
1-' 
0 
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Increments. An increment is the amount of pay raise 
a teacher shall receive after completing a successful 
teaching year. 
Minimum salarz. Minimum salary is the beginning 
salary on any of the three training levels allowed on the 
salary schedule. 
Mid-step sala~. Mid-step salary is the position 
one's salary will attain when one has completed one-half of 
the possible increments allowed on a salary schedule. 
Maximum salarz. Maximum salary is the position of 
the salary when the individual has reached the highest 
position of pay within a specific training level. 
Point factor. Point factor is the assigned point 
value used in determining the pay a certified employee 
shall receive, over and above his base pay, when involved 
in administration or extra-curricular activities. 
CHAPTER II 
REVIEW OP LITERATURE 
In reviewing the literature during the planning and 
constructing or the new proposed salary schedule, it was 
.. 
round that opinions vary greatly as to what is an adequate 
teacher's salary. There was agreement among authors that 
teachers' salaries were generally increasing but are still 
definitely inadequate. 
This viewpoint is epitimized by an article in the 
official journal or the Office or Education. With the 
period that began with mobilization for World War II and 
continues to the present, teachers' salaries have risen to 
the highest point in educational history. Even so, the 
unfavorable position or teachers in regard to pay clearly 
stands forth. Teachers have not benefited as much as 
others in the national prosperity or recent years; the 
average salary or teachers still lags significantly behind 
the average income of the population as a whole (22:11). 
Another article discusses the correlation between 
the type or salary paid and the level or teaching that is 
achieved. 
According to this article, "Professional Salaries," 
the salary policy for certificated personnel is one or the 
most important single items or personnel policy so far as 
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obtaining quality education is concerned. Therefore, it 
should be the concern of all the people 1 the school board 1 
the administration1 and teachers that a salary policy be 
adopted that will attract and hold to that district the 
highest quality professional teaching personnel the dis-
trict can afford. Such a salary schedule should provide a 
standard of living at a sufficient level so the teachers 
can give their undivided attention to the task of teaching, 
without the necessity of supplementing their salaries with 
outside employment and having to economize in their personal 
lives to the point where they cannot purchase the technical 
magazines 1 journals 1 books 1 and occasional refresher 
courses at college (24:3-4). 
An article written in the School Executive points 
out the following factors that persuade teachers to change 
their teaching positions. Fifty teachers 1 all highly rated, 
reported why they accepted their present pos"itions and why 
they intended or did not intend to remain in their present 
positions. The following tabulation (see Table II) may 
show the value given to each consideration, and their 
. 
responses may tell why some communities can be highly 
selective in recruit'ing teachers while others must appoint 
substandard candidates. For example, the school's reputa-
tion was most frequently listed as the top priority item. 
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TABLE II 
WHY FIFTY 'l'EACHBRS ACCEPTED THEIR 
PRESENT POSITIONS 
1 2 3 4 5 6 
Reputation 23 15 7 2 2 1 
Salary 15 22 12 1 0 0 
Location 10 5 10 10 8 7 
Community Rapport 2 5 17 14 10 2 
Employment Personnel 0 2 2 17 ll 16 
Plant and Equipment 0 1 2 4 19 24 
While fifteen teachers gave salaries as top priority, 
twenty-two others considered it second in importance. 
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This survey also answers the question: "Why do you 
choose to return to your present position?" 'l'he returns, 
listed in order of relative frequency, included (1) good 
supervision, (2) working conditions, {3) salaries, {4) ad-
ministration, (5) school standards, and (6) teachers' 
organization. 
A third question, "Why do you choose not to return 
to your present position?" was answered: (1) poor super-
vision, (2) working conditions, (3) salaries, {4) adminis-
tration, (5) teachers' organizations, and (6) school 
standards. 
The answers to these three questions indicate that 
although salaries are not the paramount reason for people 
reacting to teaching contracts and teacher tenure, they 
are definitely one of the •ajor causes to these problems. 
Salaries play an important part in why people change employ-
ment and/or why they decide to remain as an employee of 
the district. Further follow up of this questionnaire 
shows that teachers are not concerned by what the minimum 
salary is, but rather (1) what the maximum possibilities 
are on the salary schedule, (2) the shortness of range be-
tween minimum and maximum salaries, (3) salary adjustments 
for graduate work, (4) a definite consideration for the 
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extra-curricular supervisory activities, and (5) the amount 
of military service teachers have accumulated (25:68). 
Those deciding to change teaching positions gave the 
following reasons, listed in order of frequency: (1) Maxi-
mum salaries were reported as lower than in adjacent com-
munities, (2) too many steps were involved in attaining the 
maximum salaries, and (3) no recognition was given to peri-
pheral duties that were coordinated with the regular course 
of study and teaching load (25:66-67). 
Clark related that salary increases for teachers in 
many communities have been running between three and four 
per cent. It is too soon to be sure what the final increase 
will be for the entire country. The rise in dollar wages 
is substantially above the rise of cost of living; ·conse-
quently, this leaves an increase in real wages (3:24). 
Teachers' salary increases have to be compared not 
only to the cost or living but also to salary increases in 
other fields and professions. Most other wage increases 
seem to be staying in the two to three per cent range. 
However, it is well to remember that teachers' wages are 
still relatively well below those or twenty years ago. It 
is possible, though, that teachers' wages may gain a little 
in relation to increased incomes in other fields during the 
next several years. 
Clark asked the following question: "What other 
salary ranges can be compared wi~h those of the teaching 
profession?" 
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This is a difficult comparison to make, since pro-
fessions vary greatly in the average level of required 
ability and, subsequently, pay. Many occupations need able 
people. Yet teachers' salaries are low compared to those 
of lawyers and doctors and high compared to those of nurses 
and librarians. 
The problem that confronts a community is the problem 
of paying adequate salaries to obtain competent teachers. 
This will depend partly upon the wage level in other occupa-
tions as well as the absolute level of wages in the sur-
rounding area. Each school board needs to face this problem 
squarely, decide what they want to pay competent teachers, 
and then attempt to meet this type or salary schedule. 
Community attitudes toward the teaching profession 
also can be extremely important, but it is clear that the 
community will not secure enough able, competent teachers 
without an adequate salary schedule (3:24). 
In order to construct an adequate salary program a 
point-factor system was devised for administrators' salaries 
and extra-curricular activities pay. Rhodes stated that a 
point-factor system provides the form of a good salary plan 
without relation to any specific dollar amount. The 
18 
Wyoming Teacher Education and Professional Standards Com-
mission, with advice from a National Education Association 
salary consultant, set up a point-factor skeleton salary 
structure included in Table III (16.:606): 
This plan is clearly designed to encourage teachers 
to earn master's degrees and credits beyond that point. 
School boards can be shown that such a schedule works 
to upgrade the training of the staff. 
Once such a master plan is agreed upon, any change 
in base salary assures proportionate increases at all 
steps and at all levels. 
The details of such a plan must be worked out to the 
satisfaction of each locality concerned. For example, 
one school system may want to extend the chart to in-
clude a column for teachers with doctor's degrees, 
another may think it desirable to establish different 
amounts for the various multipliers, or set up differ-
ent maximum levels. 
Further investigation revealed that point-factor 
'• 
systems were being utilized in the area of administrators' 
salaries. Recommended maximum salaries for full-time 
secondary school principals and assistant principals, 
based upon percentage ratios above teachers• maximum sala-
ries and classified by size of school, are listed in 
Table rl. 
An additional facet of salary scheduling is the 
provision for credit and remuneration for extended teach-
ing service. Longevity pay was brought to the attention of 
the committee as a result of the literature reviewed. 
Dejnozka related the following points concerning longevity 
pay. 
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TABLE III 
WYOMING PROFESSIONAL STANDARD COMMISSIONS 
POINT-FACTOR SALARY SCHEDULE (16:606) 
M.A. + 30 
"!; Year B.A. M.A. Sem. Hrs. 
1 1.00 1.10 1.20 
2 1.05 1.15 1.25 
3 1.10 1.20 1.30 
4 1.15 1.25 1.35 
5 1.20 1.30 1.40 
6 1.25 1.35 1.45 
7 1.30 1.40 1.50 
8 1.35 1.45 1.55 
9 1.40 1.50 1.60 
10 1.45 1.55 1.65 
11 1.50 1.60 1.70 
12 1.65 1.75 
13 1.70 1.80 
14 1.75 1.85 
15 1.90 
16 1.95 
17 2.00 
TABLE IV 
RECOMMENDED MAXIMUM SALARIES FOR SECONDARY-SCHOOL 
PRINCIPALS AND ASSISTANT PRINCIPALS-, STATED 
IN PERCENTAGE RATIOS ABOVE TEACHERS' 
MAXIMUM SALARIES ( 11: 3) 
Teachers' Maximum Salary with Master's Degree • 1.00 
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Suggested Size of Enrollment8 Principal 
Aaaistantd 
Principal 
A. Secondary Schools under 500 
B. Secondary Schools 500-1,000 
c. Secondary Schools 1,000-2,500 
i.6o6 
1.4oc 
l.Sob 
1.6oc 
1.95b 
1.75c 
1.50b 
1.30° 
1.65~ 
1.45 
1No special recommendation for secondary schools over 2,500 
enrollment. 
b12-month employment, with 3-5 weeks vacation allowance 
during summer period • 
clO-month employment, with 8-10 weeks vacation allowance 
during summer period. 
dif an assistant principal has a regular teaching assignment, 
then the differential may be less in a proportional 
amount. 
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In planning adjustments for the coming year's salary 
schedule, we have come up with a "local service" plan 
that rewards the teachers' loyalty to the school system·; 
We see it ae a third salary dimension because it supple-
ments the' traditional annual increments based on teach-
ing experience and professional study. 
Using the traditional seale as a basis, the third 
dimension grants extra pay for teaching experience ~ 
the local district. A teacher who, for example, has 
completea l'!ve consecutive years of service in Plainedge 
receives, under this plan, an additional $200 each year 
in salary; after ten years this extra pay is increased 
$400 each year. 
What are the bases for such a proposal? They are 
three in number. 
1. The teacher who has been placed on tenure is 
presumably the teacher who warrants added compensation; {Probationary teachers in Plainedge receive three writ-
ten evaluations annually. By tenure time, the district 
has nine evaluations in its files.) More than just 
three years or successful local service in the district, 
familiarizing himself with local policies, philosophy 
and, most important, the children or his school. Essen-
tially, the question raised is this: all things being 
equal, does the community prefer a well-&valuated 
teacher with three. years of local experience to one 
with equal service, or unknown quality, in another sys-
tem? 
2. The district must protect its investment. In 
subtle ways, a considerable portion of the budget is 
spent on the evaluation and supervision or teachers. 
Generally, the amount expended is inversely proportion-
ate to the extent of teachers' local service. ·one 
might ask: rather than spend more on supervision of 
novice teachers or those new to the district, couldn't 
we appropriate this same amount toward compensating the 
dedicated teachers of their service to our community? 
3. Because or the teacher shortage, there ts tempta-
tion for some teachers to change positions frequently 
for a nominal increase in salary. To the breadwinner-
teacher, this differential may be the difference between 
additional study or delayed study. Sorrowfully, this 
changing occasionally involves tenure people--teachers 
who, based on successful probationary experience, have 
been appointed to permanent status. To some extent, 
their jumps have stimulated inter-district salary 
rivalry to the assumed benefit of all teachers. The 
"local service" plan is not an attempt to terminate 
the sorely-needed upward adjustments; rather, it pro-
vides incentive to stay; thus affording commensurate 
compensation to the non-jumper. 
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In effect, the plan provides the board of ed~oation 
with a way of saying "thank you" to those teachers who 
have remained loyal to their jobs (7:64-5). 
The longevity pay program that was constructed is 
not in accordance with Dejonzka's article, but does give 
credit to all teachers who have reached a maximum salary 
-
and who meet the requirements of education and tenure to 
longevity pay. 
CHAPTER III 
COMPILATION OF THE QUESTIONNAIRE AND 'l'WELVE 
SELECTED DISTRICTS 1 SALARY SCHEDULES 
The attitudes or the certified employees or the 
Snoqualmie Valley School District concerning the question-
naire received were varied. Ten or the seventy-six 
teachers and administrators failed to return this personal 
questionnaire. Since the writer was very intent upon ob-
taining complete results from the districts• teachers, this 
situation was remedied by securing the needed information 
about each teacher's 1959-1960 salary from the clerk or 
the Upper Snoqualmie Valley School Board. Information 
needed for the other personal questions was derive~ from 
the following combination or sources: (1) the teacher's 
incomplete cumulative record folder, (2) the minutes or 
previous school board meetings, and (3) some or the teachers, 
after becoming more acquainted with the program, volunteered 
the necessary information. Most or the criticism or this 
questionnaire concerned the salary teachers were receiving 
for the school year 1959-1960. The two major reactions by 
the ten teachers failing to return their questionnaires in 
a reasonable amount of time were (1) that the present con-
tract was an agreement between the school teacher and the 
school district, of no concern to the salary committee and 
(2) that it was not necessary for this information to be 
included in this questionnaire. 
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After the initial meeting of the certified employees 
with the salary committee and the discussion and presenta-
tion of the program for the development of the new and 
broader salary program, all of the teachers submitted the 
necessary information. 
Results of the individual questionnaire were com-
piled, and many deviations from the basic salary schedule 
were noted. 
The most glaring digressions were in the salary some 
teachers were receiving. Some of the certified employees, 
according to the salary schedule adopted October 12, 1959 
(found in Table V), were found to be below schedule as much 
as $450 and others above schedule as much as $700; These 
discrepancies, as alarming as they were, indicated the 
definite need for such a survey. The existing salary 
• policy within this d.istrict justified this study. Some of 
the other discrepancies appearing as a result of this per-
sonal teacher questionnaire are: 
1. Most teachers were unaware of the amount of 
money they were receiving for extra-curricular activities. 
2. Some teachers were given pay for extra-curricular 
activities while others were given no pay for the same 
activity. 
EXPERIENCE: 
TRAINING 
2 Yrs. 
3 Yrs. 
4 Yrs. 
B.A. 
5 Yrs. 
6 Yrs. 
M.A. 
TABLE V 
SAlARY SCHEDULE ADO PT.BD BY BOARD OF DIRECTORS, 
SNOQUAlMIE VALLEY SCHOOlS, 
OCTOBER 12, 1959 
1 2 3 4 - ~- 5_~ ~ 6 _ ~7_ ~ ~- __ e _ ~- __ 9 _____ :t_Q_ ____ :t_l_ 
3900 4050 4200 4350 4500 
4050 4200 4350 4500 4650 4800 
4200 4350 4500 4650 4800 4950 5100 5250 5400 5550 
4350 4500 4650 4800 4950 5100 5250 5400 5550 5700 5850 5960 
4500 4650 4800 4950 5100 5250 5400 
- ----.~ 
5550 5700 5850 6000 6o8o 
$150 per year increment. 
3/4 credit for teaching experience outside the district up to 8 years. 
Full credit for military·aervice up to 3 years. 
1\) 
\Jl 
----- -------------
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3. Some teachers had not received increments for a 
period of years, although they had not attained the maximum 
salary step on their individual training level. 
4. Some teachers were above or below their respec-
tive salary schedule step with no apparent justification. 
5. Some teachers received credit for college train-
ing1 military 'service, and previous outside teaching expe-
rience while others in similar situations were given no 
credit. 
6. Some teachers were hired for higher beginning 
salaries than other teachers with similar credentials and 
experience. 
I. RESULTS OF QUESTIONNAIRES SENT TO THE 
ELEVEN SELECTED SCHOOL DISTRICTS 
All questionnaires sent to the eleven selected school 
districts were returned promptly and efficiently. The 
results are listed in Table VI. 
Information compiled from the questionnaire ranked 
the Snoqualmie Valley Schools in the six major areas in the 
following positions: 
Area Rank 
- -
Evaluation Sixth 
Cost per Pupil Ninth 
TABLE VI 
RESULTS OF QUES'l'IONNAIRES FROM ELEVEN 
SELECTED SCHOOL DISTRICTS 
Code Coat Per Enroll- No. of 
Letter District Evaluation Pupil Millage ment Teachers 
A North Kitsap $ 8.,730,664 $382.25 14 2174 91 
B Central Kitaap 6.,644,672 341.99 14 2543 lo8 
c Federal Way 10,118.,528 366.37 19.4 3246 128 
D Issaquah 8.,236.,872 350 14 2425 100 
E Snoqualmie Valley 9,383,778 349 16.9 1852 72 
F Foster 7,045,983 372.56 20 2369 96 
G Mercer Island 13,859,360 376 25 3071 129 
H Enumclaw 9.,906,193 343 14 2158 84.5 
I Mount Vernon 14,000,000 573 14 3582 160 
J Bothell 13,197,344 425 18 4186 197 
K Burlington Edison 8,652,141 350.89 14 2015 90.3 
L Vashon 4,864,047 373.60 22 1302 58 
ro 
~ 
Millage for Special Levies 
Certified Personnel 
Total Enrollment 
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Fifth 
Eleventh 
Eleventh 
The evaluation factor, being the most important 
feature of the questionnaire, was judged against the other 
four items. Districts with the fewest teachers and a high 
evaluation should be able, without an excessive tax levy, 
to afford a pay raise for the certified personnel of the 
district. 
Seven specific factors of the selected districts• 
salary programs were analyzed to establish the comparative 
position of Snoqualmie Valley School District. The compar-
ison was made of all twelve districts• programs and a 
numerical value was given each of the seven individual areas • 
. 
The seven factors analyzed were (1) minimum salary with a 
Bachelor of Arts degree, (2) maximum salary with a Bachelor 
of Arts degree, (3) mid-step salary with five years• train-
ing, (4) maximum salary with five years• training, (5) max-
imum salary with six years• training or a Master of Arts 
degree, (6) size of individual increments, and (7) the 
number of steps from minimum to maximum salaries on all 
training levels. The numerical point system applied to 
this ranking assigned one point for the most favorable scale 
and up to twelve point$ for the least favorable scale in 
areas surveyed. This compilation is found in Table VII. 
TABLE VII 
COMPARATIVE RESULTS OF TWELVE SELECTED SCHOOL 
DISTRICTS' SALARY SCHBDUI& 
Minimum Mid-8tep Maximum Maximum Number 
for B.A. 5th Year 5th Year 6th or M.A. Increments of Steps 
A 0 0 0 G p $4300 (1) $5350 (1) $6800 (1) $7200 (1) 150 (4.5) 14 (1) 
B F F L p K 
4280 (2) 5330 (2) 6382 (2) 7000 (2) 150 (4.5) 13 (2) 
c B L F L L 
4200 (4) 5260 (3) 6300 (3) 6832 (3) 150 (4.5) 12 (6) 
D E c D c ·c 
4200 (4) 5250 (5) 6150 (4) 6550 (4) 150 (4.5) 12 (6) 
E c D J D D 
4200 (4) 5250 (5) 6125 {5) 6440 (5) 150 (4.5) 12 (6) 
F L J c H H 
4150 (6) 5250 (5) 6o80 (6) 6300 (6) 150 (4.5) 12 (6) 
G A I H I B 
4100 (8.5) 5240 (7) 5975 (7) 6250 (7) 150 (4.5) 12 (6) 
H D E B E G 
4100 (8.5) 5225 {8) 5960 (8.5) 6240 {8) 150 (4.5) 12 (6) 
I I B I B A 
4100 (8.5) 5200 (9) 5960 (8.5) 6200 (9) 140 (9) 12 (6) ro \0 
Minimum 
for B.A. 
J $4100 (8.5) 
K 
4050 (11) 
L 
4000 {12) 
TABLE VII (continued) 
Mid-Step Maximum Maximum Number 
5t.h_Y~'!~----·-_2t_h. YE!ar _____ §tb_~Q_~-_M.l!_~ _____ :tncrE!men~@_ ___ of S~E!~@__ 
J $5180 (10) 
H 
5150 (11) 
K 
5040 (12) 
H 
$5950 (10) 
A 
5890 (11) 
K 
5760 (12) 
K $6150 (10.5) 
A 
6150 (10.5) 
E 
6o8o (12) 
A I 
130 (?-0) 11 (10) 
J 'E 
120 (11.5) 10.5 (11) 
K J 
120 (11.5) 10 (12) 
w 
0 
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The results were listed by accumulative total values, 
with the minimum total point rank being given the best 
position in the ranking. In the over all computation this 
ranking revealed that the Snoqualmie Valley School District 
'ranked eighth. The ranking in each of the specific areas 
for the Snoqualmie Valley School District was as follows: 
Area 
Minimum salary for Bachelor of 
Arts degree 
Maximum salary for Bachelor of 
Arts degree 
Mid-step salary for five years' 
training 
Maximum salary for five years' 
training 
Maximum salary for six years' 
training or Master of Arts degree 
Size of increments 
Number or steps from minimum to 
maximum salaries 
Rank 
Third 
Tenth 
Fourth 
Eighth 
. Twelfth 
Second 
Eleventh 
The Snoqualmie Valley Schools• current pay program 
was below the other eleven comparable districts' in 
(1) maximum salary for Bachelor of Arts degree, (2) maximum 
salary for fifth year training, (3) maximum salary for 
sixth year or Master of Arts degree, and (4) the number 
of steps attainable between minimum and maximum salaries 
on all training levels. The concentration of work for 
the proposed salary schedule, therefore, was centered on 
the preceding areas. 
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The eleven districts listed previously were asked 
to submit pertinent information to this writer as aids to 
determine a workable salary schedule. The following salary 
schedules were received from these eleven selected districts 
(Tables VIII-XVIII). The ideas extracted from these salary 
schedules had a direct bearing on the end result or this 
paper and are included in this research as valuable refer-
ence material. 
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TABIB VIII 
NOft'l'H KITSAP SCHOOL DISTRICT NO. 400 
SALARY SCHEDULE 1959-1960 
POULSBO, WASHING'l'ON 
Cs!erls 
135 180 225 Degree or ga. hrs. gu. hrs. g.u. hrs. 210 ~· hrs. 
1. 4200 4330 4460 4590 
2. 4330 4460 4590 4720 
3. 4460 4590 4720 4850 
4. 4590 4720 4850 4980 
5. 4720 4850 4980 5110 
6. 4850 4980 5110 5240 
7. 4980 5110 5240 5370 
8. 5110 5240 5370 5500 
9. 5370 5500 5630 
10. 5500 5630 5760 
11. 5630 5760 5890 
12. 5890 6020 
13. 6150 
The years or-preparation on the schedule are interpreted 
in terms or quarter hours. 
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TABlE IX 
CENTRAL Kl'l'SAP SCHOOL DISTRICT NO. 401 
S ILVERDAIB, WASHilfG'l'ON 
SALARY SCHEDULE 1959 
Ste:es Tra1n1n& 
Under Bachelor's Bachelor's 6 Years or 
DegrEte Degree 5 Years Maste~ 'a De_Eee 
1 $4140 $4280 $4420 $4560 
2 4280 4420 4560 4700 
3 4420 4560 4700 4840 
4 4560 4700 4840 4980 
5 4700 4840 4980 5120 
6 4840 4980 5120 5260 
7 4980 5120 5260 5400 
8 5120 5260 5400 ?540 
9 5400 5540 5680 
10 5540 5680 5820 
11 5680 5820 5960 
12 5960 6100 
13 6240 
1. Experience outside school district may be 
credited up to 1/2 provided the number 1 (one) is added to 
odd years of such years of experience. Training or expe-
rience outside of teaching assignment may be discounted. 
In no case shall a new teacher enter the district above 
Step 5. (a) Exchange or teachers may be arranged with 
full credit tor experience. 
(b) Leave or absence for advanced study may be 
granted, and all benefits under accrued 
sick leave retained. 
(e) 
(d) 
(e) 
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TABLE IX (continued) 
Board may reward special curriculum assign-
ments by advancement on seale. 
For detel'R!ining years or·training, a one 
year's equivalent is 45 quarter credits, as 
evaluated by the Board. Five or six years 
training is considered to be 45 or 90 quarter 
credits subsequent to B. A. degree. · 
Sabbatical leave may be granted to one 
teacher per year on basis or application. 
2. Principals ot elementary schools are to receive 
base pay x 1.12 plus $45 per teacher above 4 at the begin-
ning or the current year, plus the base pay. Elementary 
principals are to be under contract for 190 work days, ex-
cept tor one having extra assignment or visual aids who 
will be on duty 195 days and have .035 added to the salary 
factor. 
The high school principal's salary will be base pay 
x 1.23 plus $45 per teacher above 4 at the beginning or the 
current year, plus the base pay. High school principal 
shall be under contract 210 days. 
The high school vice principal's salary will be base 
pay x 1.05 plus $30 per teacher above 4 at the beginning of 
the current year plus the base pay. Vice principal shall 
be under contract 210 days. 
ExE!rience 
o. 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
TABLE X 
KING COUN'l'Y SCHOOL DISTRICT NO, 210 
TEACHER 1 S SALARY SCHEDULE .1 
FEDERAL WAY~ WASHINGTON 
Traininea 
2 Years ~ Years 4 Years 2 Years 
3700 3850 4000 4150 
3850 4000 4150 4300 
4000 4150 4300 4450 
4150 4300 4450 4600 
4300 4450 4600 4750 
4450 4600 4750 4900 
4600 4750 4900 5050 
4750 4900 5050 5200 
5050 5200 5350 . 
5350 5500 
5500 5650 
58oo 
5950 
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6 Years 
4300 
4450 
4600 
4750 
4900 
5050 
5200 
5350 
5500 
5650 
5800 
5950 
6100 
Full credit up to a limit of 4 years will be allowed for 
experience outside of the Federal Way system. 
Military: 1. t of years service~ to a maximum of 4 
years, if military service did not inter-
rupt teaching experience. 
2. Pull credit to 4 years if military ser-
vice interrupted teaching experience. 
1All figures are to be increased by $200 for the 
1959-1960 school year. 
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TABLE XI 
ISSAQUAH SCHOOL DISTRICT NO. 411 
ISSAQUAH, WASHINGTON 
SALARY SCHEDULE 
• or ~ Years No Degree B.A. 5 Years M.A. 
0 
·Experience 4200· 4325 4450 
1 4350 4475 4600 
2 4500 4625 4750 
3 4650 4775 4900 
4 4550 4800 4925 5050 g 4~00 4950 5075 5200 4 50 5100 5225 5350 
~ 5000 5250 5375 5500 5150 5400 5525 5650 
9 5550 5675 5800 
10 5700 5825 ~950 11 5975 100 
12 6125 6250 
13 6400 
14 6550 
1. Credit up to four years for outside experience. 
2. Credit for military experience which interrupted actual 
teaching at one-half up to four years. 
3. Total combined outside experience allowed up to four 
years. 
4. Credit ror sixth year or preparation must be cleared 
with Superintendent if teacher does not have Master's 
Degree. · 
5. College credits must be received in Superintendent's 
Office by September 1 to be validated for additional 
increment. 
6. Sick leave of 10 days per year cumulative to 1.80 (State IB.w). 
Regular Schedule 
TABLE XII 
SOUTH CENTRAL SCHOOL DISTRICT NO. 4o6 
SEATTLE, WASHINGTON 
SAlARY SCHEDULE 
Minimum and Maximum Salaries at Each Level: 
$150 annual increment will be given until the maximum is reached. 
Training Level Years Teaching Experience 
8 12 14 
Less than Bachelor's Degree 
Bachelor's Degree only 
Bachelor's plus 15 Qtr. Hrs. 
Bachelor's plus 30 Qtr. Hrs. 
Bachelor's plus 45 Q. H. (5th yr.) 
Bachelor's plus 60 Qtr. Hrs. · 
Bachelor's plus 75 Qtr. Hrs •. 
Master's; or B.A. & 90 Q. H. (6th yr.) 
Bachelor's- plus 105 Qtr. Hrs. 
Bachelor's plus 120 Qtr. Hrs. 
Bachelor's plus 135 Q. H. (7th yr.) 
Doctorate 
0 
4018 
4150 
4194 
4238 
4282 
4332 
4382 
4432. 
4482 
4532 
4582 
4732 
5218 
5950 
5994 
6038 
6382 
6432 
6482 
16 
6832 
6882 
6932 
6982 
7132 
In the elementary schools, $90 for each or three sports will be all·owed for 
boys' athletics if the coaching is after school hours. Two coaches will be per-
mitted for each sport at Showalter.· 
Extra-Curricular Salary Increments will be five per cent or basic extra-
curricular salary per year for a maximum or ten years. Only experienc~ in the spe-
cific assignment in this district will be considered valid. Such experience need 
not be continuous. One year or service prior to 1957-58 will be recognized. w CX> 
TABLE XIII 
TEACHER PROFESSIONAL GROWTH SAlARY SCHEDULE 
MERCER ISLA.MD SCHOOL DISTRICT NO. 400 
I. Beginning Schedule 
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All teachers new to the Mercer Island Schools will 
be paid according to this schedule. Pull credit for pre-
vious experience, at the discretion of the superintendent, 
may be allowed up to a total ot five years. Up to three 
years of military service may. at the discretion of the 
superintendent, be substituted for previous experience. 
Only two annual increments are allowable on the beginning 
schedule. 
Previous 3 Year 4 Year 5 Year 6 Year or 
Experience Training Training Training M.A. Degree 
0 3950 4100 4250 4400 
1 4100 4250 4400 4550 
2 4250 4400 4550 4~00 
3 4400 4550 4~00 4 50 4 4550 4~00 4 50 5000 g 4700 4 50 5000 ;150 4850 5000 5150 5300 
7 5000 5150 5300 . 5450 
II. Regular Schedule 
A minimum of two years of successful teaching in 
the Mercer Island School District is necessary to become 
eligible for advancement to the regular schedule. In 
addition the teacher must quality for regular certifies-
tion. (Emergency and temporary certificates are not con-
sidered to be regular certificates.) Satisfactory per-
formance is necessary in order to receive annual increments. 
Previous 3 Year 4 Year 5 Year ~ Year or 
Experience Tl'aining Training Training M.A. Degree 
2 4aoo 4475 4650 4825 ~ 4 75 4650 4825 5000 4650 4825 5000 5175 
5 4825 5000 5175 5350 6 5000 5175 5350 5525 
~ 5175 5350 5525 5~00 5350 5525 5700 5 75 
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TABLE XIII (continued) 
Previous 3 Year 4 Year 5 Year 6 Year or 
Experience Training 'l'l'aining Training M.A. Degree 
9 5525 5~00 5875 6050 10 5 75 6050 6225 
11 6050 6225 6400 
III. Career Teacher Schedule 
Requirements· tor advancement to this schedule and 
for receiving annual increment are as follows: 
a. A minimum of seven years experience in, the Mercer 
Island Schools~ (Two years on Schedule I and 
five years on Schedule II.) 
b. A full year of graduate work. 
c. Continued successful performance as a teacher 
and as a person. 
d. Continued participation in professional organi-
zations. 
e. Professional growth through committee work, 
workshops, college courses, research projects, 
etc. · 
Previous 5 Year 6 Year or 
Experience Training M.A. Degree 
7 5800 6000 
8 6000 6200 
9 6200 6400 
10 6400 6600 
11 6600 6800 
12 6800 7000 
13 7200 
TABlE XIV 
ENUMClAW SCHOOL DISTRICT 
SAlARY SCHEDULE 2 
~----~~--------1ry.r~.--- ~ 4-jr-~--- -4--:-y~--:- ---------~ --5-jr .----5--yr--.- --o-yx.--.- or 
Yrs. 3 yr. B.A.; 1 qtr. 2 qtrs. 5 yr. 1 qtr. 2 qtrs. M.A.; 
Exp. 1~2 gh. 192 qh. 2Q7 qh. 222 gh. 237 gh. 252 gh. 267 . 282 qh. 
0 3850 4100 4150 4200 4250 4300 4350 4400 
1 4000 4250 4300 4350 4400 4450 4500 4550 
2 4150 4400 4450 4500 4550 4600 4650 4700 
3 4300 4550 4600 4650 4700 4750 4800 4850 
4 4450 4700 4750 4800 4850 4900 4950 5000 
5 4600 4850 4900 4950 5000 5050 5100 5150 
6 4750 5000 5050 5100 5150 5200 5250 5300 
7 ~ 5150 5200 5250 5300 5350 5400 5450 
8 ~ 5300 5350 - 5400 5450 5500 5550 5600 
9 5450 5500 5550 5600 5650 5700 5750 
10 ~~~0 ~600 ~6§0 5750 5800 5850 5900 
11 o 1oo 1 o ~a~o g9oo g9~o 6oso 12 9 0 000 0 0 6150 
13 ~ 
1959-1960 Maximum Teacher receives $200 above 1958-1959 
1960-1961 Additional $100 
Another column will be added to the schedule for 1960 to be known as 
Career Field • 
Teachers' Committee will work with Board Committee on criteria and salary 
for the extra column. 
2 An extra column, Career Field, is not included here. +=" J-1 
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TABU: XV 
MOUNT VERNON SCHOOL DISTRICT 
SALARY SCHEDULE 
MA 
BA BA + 45 ... 15 ... 15 BA + 90 
0 4100 4270 4320 4370 4440 
1 4250 4425 4475 4525 4600 
2 4400 4580 4630 4680 4760 
3 4550 4735 4785 4835 4920 
4 4700 4890 4940 4990 5080 
' 5 4850 5045 5095 5145 5240 
6 5000 5200 5250 5300 5400 
7 5150 5355 5405 5455 5560 
8 5300 5510 5560 5610 5720 
9 5450 5665 5715 5765 5880 
10 5820 5870 5920 6o4o 
11 5975 6025 6075 6200 
0 1 
4 
years 4100 4280 
5 
years 4280 4460 
6 
years 
4460 4640 or MA 
6 
years 
4640 4820 &MA 
TABLE XVI 
NORTHSHORE SCHOOL DISTRICT NO. 417 
SALARY SCHEDtJLE 
Years of Experience 
2 3 4 5 6 7 8 
4460 4640 4820 5000 5180 5360 5540 
4640 4820 5000 5180 5360 5540 5720 
4820 5000 5180 5360 5540 5720 5900 
5000 5180 5360 5540 5720 5900 6080 
9 10 
5720 
5900 6080 
6080 6260 
6260 6440 
11 
6440 
6620 
12 
6800 
~ 
I..A) 
0 
1 
2 
3 
4 
~ 
~ 
9 
10 
11 
12 
13 
14 
15 
TABIE XVII 
BURLINGTON-EDISON SCHOOL DISTRICT NO. 100 
SALARY SCHEDULE 
Non ---------------------------- -------- 5th- yr-.-- 5th- yr~- -- oth yr. 
Dep:ee B.A. B.A. & 15 B.A. & 30 5th zx:. & 12 & 30 or M.A. 
A B C D E P G H 
3650 4050 4100 4150 4200 4250 4300 4350 
3770 4170 4220 4270 4320 4370 4420 4470 
3890 4290 4340 4390 4440 4490 4540 4590 
4010 4410 4460 4510 4560 4610 4660 4710 
4130 4530 4580 4630 4680 4730 4780 4830 
4250 4650 4700 4750 4800 4850 4900 4950 
4370 4770 4820 4870 4920 4970 5020 5070 
4490 4890 4940 4990 5040 5090 5140 5190 
4610 5010 5060 5110 5160 5210 5260 5310 
5130 5180 5230 5280 5330 5380 5430 
5250 5300 5350 5400 5450 5500 5550 
5370 5420 5470 5520 5570 5620 5670 
5640 5690 5740 5790 
5760 5810 5860 5910 
6030 
6150 
+=" 
.a=-
TABLE XVIII 
KING COUNTY SCHOOL DISTRICT NO. 402 
VASHON 1 WASHINGTON 
SAI.ARY SCHEDUIB 
Years 
Experience 0 1 2 3 4 5 6 7 8 9 10 11 12 13 
3 Years Training 
9 Quarters (144 Hrs.) 
or 
6 Semesters (96 Hrs.) 
3800 3925 4050 4175 4300 4425 4550 4675 4800 4925 5080 5175 5300 
4 Years Training 
12 Quarters (192 Hrs.) 
or 
8 Semesters (128 Hrs.) 
4000 415Q~l!30Q~445Q~46QQ_475Q 49QQ_5Q50 5~00 5350 5500_5650 5800 
5 Years Training 
15 Quarters (240 Hrs.) 
or 
10 Semesters (160 Hrs.) 
4200 4375 4550 4725 4900 5075 5250 5425 56oo 5775 5950 6125 6300 
Masters De~e (or 6 Years) 
18 Quarters (288 Hrs.) 
or 
12 Semesters (192 Hrs.) 
4400 4600 4800 5000 5260 5400 5600 5800 6000 6200 6400 6600 6800 7000 
~ 
\Jl 
CHAPTER IV 
SUMMARY AND CONCLUSIONS 
I. SUMMARY 
By comparing the former salary schedule with the 
newly developed pay program, the reader can readily deter-
mine that alterations were made bY extending the maximum 
salaries, standardizing increments for each year of teach-
ing experience, setting up a point-factor system tor deter-
mining administrators' and extra-curricular pay scale, 
recommending length of contract for all administrators, 
setting up minimum requirements for further professional 
training, recommending a system to expedite the placing or 
certified employees on their appropriate salary Jchedule 
step as rapidly as financially possible, and recommending 
a procedure for the review and revision or the new salary 
schedule when warranted. In addition, recommendations 
were presented in regard to supervision or extra-curricular 
activities and a means of deviations from beginning teach-
ing salaries to help attract outstanding teacher prospects 
to the Snoqualmie Valley School District. 
The procedures of presenting the proposed salary 
schedule to the Board of Directors of the Upper Snoqualmie 
Valley School District 410 were followed, a process 
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recommended in the Washington Education Association booklet 
"Professional Salaries--The Key to Quality Education." 
The salary committee was represented at the school 
board meeting by the president o:f' the local educational 
association and this writer, the chairman o:f' the salary 
committee. Following a abort introduction by the presi-
dent o:f' the education association pointing out the need o:f' 
this salary committee's work, a brie:f' outline o:f' the pro-
ceedings o:f' numerous committee meetings, studies, surveys, 
questionnaires, clarification o:f' the administrators• and 
extra-curricular point-:f'actor system, and the results o:f' 
the committee's work was presented to the board o:f' direc-
tors. Succeeding this detailed accounting o:f' the work or 
the salary committee and the committee's final findings 
was an explanation or the approximate costs to the district 
for all phases o:f' the newly proposed salary schedule. The 
costs as presented to the board included the $150 annual 
increments those eligible to receive such an increment 
were to be granted. The overall added cost or the proposed 
salary schedule was $14,691.50. This figure can be :f'urther 
broken down into what each major area or the salary sched-
ule would receive. This breakdown is as follows: 
Administrators 
Extra-curricular 
Teachers' back-pay and increments 
Total 
$ 2,686.50 
5,098.00 
6,2oz.oo 
$14,691.50 
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The millage needed, in accordance with the evalua-
tion ot the Snoqualmie Valley School District, would be 
approximately 1.5 mills to raise sufficient funds to cover 
this added expense to the school budget. 
Pollowing this detailed accounting of the work of 
the salary committee and the committee's final findings, 
a short question and answer session was conducted by the 
school directors and this writer. This was necessary to 
claritJ existing parts of the proposed schedule that were 
not completely clear after the initial introduction to all 
members of the board. 
The salary schedule as presented to the Upper Sno-
qualmie Valley School Directors at this joint meeting is 
included in Table XIX. 
II. CONCLUSIOifS 
The Upper Snoqualmie Valley School Board of Direc-
tors, after holding several special board meetings to dis-
cuss the proposed salary schedule, came to the decision 
that they would ratify only certain areas of the newly pro-
posed salary schedule. 
The school directors felt that the financial burden 
this type of salary schedule would place upon the district's 
budget did not at this time justify the ratification of the 
complete salary schedule. 
Experience : 
0 
Training: 
1 2 
TABlE XIX 
PROPOSED SALARY SCHEDULE POR 1960-61 
SNOQUAlMIE VALIBY SCHOOLS 
3 4 5 6 7 8 9 10 11 12 13 14 
(A) 4 yrs. & B.A. 
4200 4350 4500 4650 4800 4950 5100 5250 5400 5550 5700 
(B) 5th yr. 
4350 4500 4650 4800 4950 5100 5250 5400 5550 5700 5850 6000 6150 6300 
(C) 6th yr. or M.A. 
4500 4650 4800 4950 5100 5250 5400 5550 5700 5850 6000 6150 6300 6450 6600 
(A) B. A. Degree 
(B) B. A. Degree plus 45 qtr. hrs., with a Provisional General, Standard 
Elementary, Secondary or General Certificate. 
(C) M. A. or B. A. Desree plus 90 qtr. hrs., it meeting requirements in (B) 
above. Certain college credits earned in other fields m~y, atter re-evaluation 
and approval of' the individual's transcript and credentials by the Superintendent 
and Board of' Directors, be accepted towards meeting these requirements. 
Full Credit tor five (5) years will be given tor outside experience. Pull 
credit for three (3) years will be given for military service, it this service 
interrupted teaching or college teacher training. Total·credit tor outside expe-
rience and military service shall not exceed the siXth (6) step on this schedule. 
Salaries for two (2) year lifetime certificate holders shall not exceed ~ $4,500. Salaries for three {3) year lifetime certificate holders shall not exceed 
$4,800. 
TABI.B XIX (continued) 
Extra-curricular pay shall be established by the assigned factor {x)··the 
teacher's salary schedule step. This pay is to be computed on actual extra• 
curricular experience rather than teaching experience. When feasible, persons 
shall not be actively engaged in more than two (2) major extra-curricular activi-
ties f'or pay during the school year. 
Full time Principals shall not coach Elementary or High School Athletics. 
School District 410 requires that each certified -employee receive at least 
six qtr. hra. credits during siX years of' teachins. These credits shall be earned 
in further professional training. Travel credits will be accepted upon approval 
of' the superintendent, if' travel is under the supervision by an educational insti-
tution or ita equal. · 
An Extra-curricular Advisor with two (2) activities that meet concurrently 
shall receive pay for only one of' these activities. 
It is recommended to the Superintendent and Board of' Directors, when neces-
sary to attract good teacher prospects to our ·district, that they be allowed to 
advance the applicant one (1) step towards the maximum on their respective training 
level f'or their beginning salary. Thereafter, one~halt increments would be awarded 
on subsequent experience steps until the proper step and s.alary are attained. 
It is recommended that any extra-curricular activity that is not~receiving 
pay may, upon recommendation by the principal to the salary committee and subjec_t 
to review and passage by the salary committee, be assigned a justifiable pay 
factor. 
Persons on maximum step position who qualify f'or a training level advance 
shall be allowed one (1) step to their proper training level and one (1) step 
towards the maximum on that new level. 
\J'1 
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TABLE XIX (continued) 
Persons that are above schedule shall receive one-halt increments only, 
until proper salary step is attained. These one-half increments are to be given 
provided persons shall not exceed the maximum steps on the salary schedule. 
Persons above schedule and above salary schedule maximum shall maintain 
their present salary. 
Persons that are below schedule more than two {2) increments shall receive 
double increments until their proper salary schedule step is attained. 
It is recommended that this salary schedule be re-evaluated by the Super-
intendent, Board of Directors and the s.v.E.A. Salary C~ittee each year, in 
order to modify or eliminate any portion ot this schedule that needs adjustment. 
Extra-Curricular 
Extra-curricular is defined as an 
activity included in the general program 
ot a school after regular school hours. 
High School 
Head Football ••••••• Base x 1.09 
Head Basketball •••••• Base x 1.09 
Annual (without tree 
period ) • • • • • • • • • Base x 1. 09 
Home Economics •••••• Base x 1.06 
*Band • • • • • • • • • • • Base x 1. 05 
Head Baseball ••••••• Base x l.o6 
Head Track •••••••• Base x 1.06 
Head Frosh Sports • • • •• Base x 1.06 
Administrators 
Superintendent • • • • • Senior High Principal • • 
Junior High Principal • • 
Elementary Princ,ipal 
• • Vice -Prine ipal • • • • • 
of their principal's 
factor 
Head Teachers, Supervisors 
and Directors • • • 
• • 
Base x 2.00 
Base x 1.40 
Base x 1.33 
Base x 1.25 
Base x 1/3 
Base x 1.10 
\11 
.... 
TABLE XIX (continued) 
Assistant Football • • • • Base x l.o6 
Assistant Basketball ••• Base x l.o6 
G.A.A. • • • • • • • • • • Base x l.o6 
Chorus •••••••••• Base x 1.04 
Annual (with free period) • Base x 1.05 
Assistant Frosh Sports •• Base x 1.04 
Assistant Track • • • • • • Base x 1.04 
Assistant Baseball •••• Base x 1.04 
Head Golf • • • • • • • • • Base x 1.03 
Head Tennis •••••••• Base x 1.03 
Dramatics (for each play) • Base x 1.03 
**Electronics Club ••••• Base x 1.02 
**Mathematics Club ••••• Base x 1.02 
**Debate •••••••••• Base x 1.02 
**School Paper ••••••• Base x 1.02 
**Audio-Visuals ••••••• Base x 1.01 
*When marching unit is organized 
and holding regular turnouts the factor 
for Band shall be raised to 1.07. 
**If time is provided during the 
day for these activities they shall re-
ceive no extra-curricular pay factor. 
It is recommended by the Salary 
Committee that the Administrators re-
ceive one-half of their raise in 1960-
61, and the other one-half in 1961-62. 
Length of Contract 
Superintendent • • • • • • 
Senior High Principal • • • 
Junior High Principal • • • 
Elementary Prine ipa 1 • • • 
High School Vice-Principal 
Elementary Vice-Principal • 
• 240 days 
• 210 days 
• 210 days 
• 200 days 
• 200 days 
• 190 days 
Elementary School Extra-curricular 
Library (one period a day Base x 1.03 
or) 
Audio-Visuals (no extra Base x 1.02 
duty or) 
Sports • • • • • • • • .$50 per sport 
\J1 
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By eliminating various phases of this pay program, 
the board of directors adjusted the proposed salary schedule 
to the budget. 
The paring of certain areas of the salary schedule 
can be easily determined by the reader when a comparison of 
the salary schedule as submitted is judged against the 
salary schedule as changed and ratified by the board of 
directors (see Table XX). 
An area or great concern to the board ot d'1rectors 
was the pertion of the original proposed schedule dealing 
with pay for extra-curricular activities. This facet or 
the proposed schedule, developed by the salary committee 
with the point-factor system, was eliminated and a pay raise 
. granted to those areas in the extra-curricular program that 
the board of directors and the salary committee felt justi-
fied a need for a pay increase. 
The extra-curricular activities, the former pay 
such received, and the pay to be received for the next 
school term are listed in Table XXI. 
III. IPORTHER STUDY OP THE SALARY PJ;tOBLEM 
The board of directors recommended to this writer 
that the extra-curricular point-factor system be resubmitted 
for further study and discussion at a meeting tor revision 
TABI.B XX 
ADOPI'ED SALARY SCHBDULB FOR 196o-61 
SNOQUAlMIE VALlEY SCHOOLS 
Experience: 
0 1 2 3 4 5 6 7 8 9 10 11 12 13 14 
Training: 
(A) 4 yrs. & B.A. 
4200 4350 450Q 4650 4800 4950 5100 5250 5400 5550 5700 
(B) 5th yr. · 
4350 4500 4650 48oo 4950 5100 525o 5400 5550 57~ 5850 6ooo 6150 63oo 
(C) 6th yr. or M.A. 
4500 4650 4800 4950 51~ 5250 5400 5550 5700 5850 6000 6150 6300 6450 6600 ' 
(A) B. A. Degree . 
• 
..,;. . 
. , 
(B) B. A. Degree plus-45 qtr. hrs., with a Provisional General, Standard 
Elementary, Secondary or General Certificate. 
. . 
(C) M. A. or B. A. Decree plus 90 qtr. hrs., it meeting requirements in (B) 
above. Certain college credits earned in other fields m,y, atter re-evaluation 
and approval of the individual's transcript and credentials by the Superintendent 
and Board ot Directors, be accepted towards meeting these requirements. 
Pull Credit tor t'ive (5) years will be given, for outside experience. Full 
credit for three (3) years will be given for military service, if this service 
interrupted teaching or college teacher training. Total credit tor outside expe-
rience and military service shall not exceed the sixth (6) step on this schedule. 
Salaries t'or two (2) fear lifetime certificate holders shall not exceed ~ 
$4,500. Salaries t'or three (3) year lifetime certificate holders shall not exceed 
$4,800. 
TABLB XX (continued) 
School District 410 requires that each certified •mployee receive at least 
six qtr. hrs. credits durins six years of teaching. These credits shall be earned 
in further professional training. ~avel credits will be accepted upon approval -
of the superintendent. if travel is under the supervision by an educational insti-
tution or its equal. 
An Extra-curricular Advisor with two (2) activities that meet concurrently 
shall receive pay for only one or these activities. 
It is recommended to the Superintendent and Board of Directors. when neces-
sary to attract good teacher prospects to our district. that they be allowed to 
advance the applicant one (1) step towards the maximum on their respective training 
level for their beginning salary. Thereafter. one-halt increments would be awarded 
on subsequent experience steps until the proper step and salary are attained. 
It is recommended that any extra-curricular activity that is not receiving 
pay may. upon recommendation by the principal to the salary committee and subject 
to review and passage by the salary committee. be assigned a justifiable pay factor. 
Persons on maximum step position who qualify tor a training level advance 
shall be allowed one (1) step to their proper training level and one (1) step 
towards the maximum on that new level. 
Persons that are above schedule shall receive one-half increments only. 
until proper salary step is attained. These one-half increments are to be given 
provided persons shall not exceed the maximum steps on the salary schedule. 
Persons above schedule and above salary schedule maximum shall maintain 
their present salary. 
Persons that are below schedule more than two (2) increments shall receive 
double increments until their proper salary schedule step is attained. 
\J1 
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TABLE XX (continued) 
It is recommended that this salary schedule be re-evaluated by the Super-
intendent, Board or Directors and the S.V.B.A. Salary Committee each year, in 
order to modify or eliminate any portion or this schedule that needs adjustment. 
\Jl 
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'l'ABI£ XXI 
PAY RECEIVED IPOR BX'l'RA..OUBRICULAR ACTIVITIES 
Activity 
Band 
Head Pootball 
Head Basketball 
Chorus 
Assistant Pootball 
Assistant Basketball 
Head Track 
Head Baseball 
:Frosh Pootball 
Frosh Basketball 
School Accounts 
Mathematics and Electronics Clubs 
Elementary Athletics 
Debate 
Annual 
Service Club 
Audio-Visuals for Bach School 
Dramatics 
School Paper 
Mimeograph 
Pormer Pay 
$550 
300 
300 
150 
150 
150 
150 
150 
150 
150 
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New Pay 
$550 
500 
500 
350 
250 
250 
250 
250 
250 
250 
200 
200 
150 
150 
150 
120 
90 
75 
75 
50 
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of the salary schedule (provided for in the ratified salary 
schedule). 
The board of directors reiterated that the main 
reason for the elimination of this phase of the proposed 
salary schedule was lack of information about similar pro-
grams already in progress and the newness of this type of 
salary schedule planning. The school board, in their recom-
mendations to this writer, felt this type of program and 
planning had merit but would like to obtain conclusive 
evidence that the point-factor values, as assigned, were 
closely coordinated with the amount of time each activity 
supervisor was spending with his respective activity. 
With the achievement of the main goals of our pro-
posed salary schedule, namely, the extension of the maxi-
. 
mum salaries in all three train~ng levels and the standardi-
zation of all increments, the salary committee began work 
on another area of the newly ratified salary program, that 
of longevity pay. 
It is apparent to this writer that a sense of futil-
ity and lack of enthusiasm are·the dominant feelings toward 
salaries by those certified employees who have attained 
the maximum salary step in their respective training level. 
This feeling has definite bearing on the adequacy of the 
teacher's performance as an instructor and on the personal 
relationships with other instructors. 
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The longevity pay scale as developed grants credit 
for extra pay for certified employees who have completed 
fifteen years or teaching experience and have met the edu-
cational requirements as stated in the ratified salary 
schedule, Table XX, and continues to grant these credits 
at certain intervals as the certified employee's experience 
continues to mount. This longevity pay scale is as follows: 
Contract for the sixteenth year • base pay multiplied 
by • o4 per cent • 
Contract for the twenty-first year • base pay multi-
plied by .06 per cent. 
Contract for the twenty-sixth year • base pay multi-
plied by .08 per cent. 
IV. KING COUNTY CO-oRDINATING COUNCIL'S 
1961-1962 SALARY SCHEDULE 
The King County co-ordinating Council, an organiza-
tion or local King County education association presidents 
and the salary committee chairmen of the local education 
associations, ot which this writer is a member, has, after 
much study and discussion, established a salary schedule 
that most council members feel will be acceptable to local 
school boards tor the school term or 1961-1962. 
This writer includes this salary schedule as a means 
of pointing out the efforts of other groups attempting to 
102535 
• • 
raise the income of teachers throughout the State of 
Washington. 
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The main objectives of the following salary sched-
ule are (1) a substantially higher beginning salary than 
is being offered in most school districts, (2) $250-$300 
increments and ( 3) the doubling of the beginning salary at 
the maximum step of the highest training level. The King 
County Co-ordinating Council's 1961-1962 Salary Schedule 
appears in Table XXII. 
The following weaknesses caused some portions of 
the proposed salary schedule to be rejected. 
1. There was less than 100 per cent cooperation 
of certified employees on all phases or the schedule. 
2. The salary schedule was presented too late in 
the school year. 
3. No previous salary committee members served on 
this committee. 
4. There was a lack of indoctrination of school 
directors towards the committee's ideas. 
5. The chairman or the school board, who worked 
closely with the salary committee, resigned from the board 
at the meeting at which the salary schedule was submitted. 
6. No previous salary committee had had the oppor-
tunity to meet with the school board; therefore, the proce-
dures in introducing a salary schedule were untried. 
0 
1 
2 
3 
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TABLE XXII 
MINIMUM 1961-1962 KING COUNTY CO-oRDINATING C.OUNCIL'S 
SALARY PROPOSAL GUIDE 
B.A. B.A. plus t yr. 5 yrs. 5t yrs. 6 yrs. 
$4500 $4850 $5200 $5550 $6000 
4750 5100 5500 5850 6300 
5250 5600 6100 6450 6900 
5500 5850 6400 6750 7200 
5750 6100 6700 7050 7500 
7000 7350 7800 
7300 7650 8100 
7600 7950 8400 
8250 8700 
9000 
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1. There was an attempt to establish an entirely 
new point-factor system at the initial meeting with the 
b~rd. 
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In conclusion~ although not all phases of the salary 
schedule were adopted by the Upper Snoqualmie Valley $chool 
. . 
District Board of Directors, the facets that were ratified 
are viewed with deep sa~isfaction. Furthermore, the fine 
. . ' 
attitude of the boa.I'd of directors and the ·cooperation· it 
extended to the salary committee and, in addition, the 
recommendations concerning areas tbe board of d !rectors 
deem need further research. were indeed enlightening to the 
writer~ '!'he dev·eJ.opment of a program such as this takes 
complete cooperation from all subdivisions or a school dis-
trict. 
The cooperation that was developed makes the writer 
extremely optimistic in regard to those areas of.this study 
yet to be submitted to and acted upon by the board of 
directors. 
BIBLIOGRAPHY 
1. 
2. 
3. 
4. 
5. 
6. 
BIBLIOGRAPHY 
Ayars, Albert L. Administerin~ ~ Peolle's Schools. 
New York: McGraw-Rf11 ~ook ompany, nc., 1951 • 
. • 354 pp. 
Butts, R. Freeman, and Lawrence A. Cremin. A HistoEY 
of Education in American Culture. New YorK': Renry 
D:olt and ~ompany, 19;j. 6~8 pp. 
Clark, Harold F. "Teachers' Salaries and the Cost of 
Living," School Executive, 78-79:24, November, 1959. 
Davis, Hazel. "Salaries, Taxes, and Prices 11 National 
Education Association ~ournal, March, 195~, p. ~68. 
• "What's Happening to City-School Salaries? 11 
~~·a~t~!-onal Education Association Journal, October, 
19;9, p. 86. 
• "The Case for Professional Salaries," Nation-
-a~1l"""'f!'!-r..ducation Association Research Division, June, 
1958, p. 69. 
7. · Dejnozka, Edward L. · "Sala~ Schedule that Rewards 
Continuous Local Service,' The School Executive, 
September, 1959, pp. 64-65.---
8. Elsbree, Willard s. and Harold J. McNally. Elemen-
~School Administration and Su~ervision. New 
YOrK: American ~ook ~ompany:-19; • ;;1 pp. 
9. Henderson, E. B. "How Can We Obtain Adequate Salaries 
of Principals?" National Association _Qf_ Seconda;r:y: 
School Principals, 43:168-111, Septemoer, 1959. 
10. Jacobson, Paul B., James D. Logsdon, and William c. 
Reavis. The Effective School PrinciRal. Englewood 
Cliffs: ~nt!oe-Ri11, tnc., 19~~. 617 pp. 
11. National Association of Secondary School Principals. 
~ Sala£1 !9!:, ~? October 1, 1957. 
12. National Education Association. Local Association 
Activities Leaflet, No. 1, 1960. 
13. 
14. 
15. 
16. 
17. 
18. 
19. 
20. 
21. 
22. 
23. 
24. 
25. 
• "Winnetka Teachers' Salary Schedule,u Bulle-
--£-I~n--of Illinois Education Association, April, 1~58, 
p.-3m;. 
National Education Association Research Division. 
School Salaries, 1959, p. 68. 
Ralston, M. A. "Classroom Teachers and Merit Pay," 
National Association or Seconda~ School Principals 
BG!!e~!n, ~!:80, Oc~o5er, !9~7. 
. I . 
Rhodes, Eric. "Better Salary Schedules," National 
Education Association Journal, December, 1~58, 
pp. 66~-606. . 
Smith, C. Currien. "Why Teachers Dislike Merit Rat-
ing," The Overview, February, 1960, p. 44. _ ......... ..,.._........,._ 
Spears, Harold. Im"%roving the Su~ervision of Instruc-
tion. Englewood 1!rrs: ~en£ ee-Hi!i, !fie., 
~. 478 pp. 
Stanley, William o., and others. Foundations of Edu-
cation. New York: Henry Holt and ~ompany, :fnc:-;-
1956. 638 pp. 
Stauffer, R. F., and c. M. Withers. "What Are the 
Advantages and Disadvantages of Teacher Merit Rat-
ing Plans?" National Associationof Secondaq School 
Principals, ~~:~!~-~17, Xprl!, 19~. 
Trump, J. Loyd. "New Directions to Qualify Education," 
National Association or Secondaey School Pr!ncipals 
BG11e£!n, 1~66, p. 13:-
U. s. Department of Education. "Teachers·• Salaries," 
s_c~h~o•o~l Life, 38-39:10-11, March, 1956. 
Washington Education Association. Professional 
Salaries--The Key to Qgality Educa£!on, Sep£ember, 
1958, pp. ~. --
Washington Education Association Research Division. 
"The Personal Policy Approach to Better Salaries," 
Professional Salaries, September, 1958, pp. 3-4. 
Williams, Meta F. "To Attract and Hold Good Teachers," 
~School Executive, 79:66-69, September, 1959. 
26. Yeager, William E. School-Community Relations. New 
York: The Dryden Press, 1951. ~64 pp. 
